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Abstract
This study examines the social interaction preferences of international accounting
personnel and compares these preferences to those of national (U.S) firm personnel.
Understanding the differences between preferences for social interaction is important
because such information sheds light on the types of personnel who are more likely
to succeed in the different work environments.
Thompson and Schutz’s (2000) FIRO-B instrument was used to collect social
interaction preference data from international accounting firm personnel. The goal is
to better understand the interrelationship between preferences for social interaction
and work environments. The tasks undertaken in accounting firms require a set of
social skills which may vary across cultures.
The findings showed that CPA firms’ employees with North-American heritage and
those with non-American heritage significantly differ in their wanted inclusion, control
and affection. The findings may explain that these differences are due to the
emphasis on individualism in the west versus the dominance of the family, the tribe
and the state in some Asian and African cultures that shape one’s preferences for
social interactions. These findings have important implications for the strategic
assignments of individuals from different cultures to the appropriate functions in the
CPA firms, the role of the employees in participating in team projects and for helping
educators to advise their students to pursue employment positions commensurate
with their social skills.

Introduction
Research on professional service organizations suggests that it is important to know
whether individuals entering, or continuing in, professions have the personality
characteristics that fit the kind of work that they do (Holland, 1985, Schloemer
&Schloemer, 1997). This research takes on increasing significance since business
entities of all types are facing more demanding economic environments
characterized by accelerating global competition, rapid turnover of company
personnel and reduced levels of corporate hierarchy (Kleinman, et. al, 2002). These
complexities generate a need to rapidly integrate newly-hired personnel into the
organization to assure that the entering workers can quickly contribute to the firm’s
success. This integration is also important for employees’ job satisfaction; since
public accounting work often requires frequent contact with clients and other
professionals (Poznanski and Bline, 1997), individuals who enjoy such contacts
should have an easier time working in the public accounting environment than others.
Several studies found that professionals from different cultures have significantly
different behavioral characteristics that may have materially influenced their
performances (Yamamura, et al. 2004; Chow et al. 2002; Salter and Sharp 2001;
Siegel and Smith, 2003). Chow et al. (2002) find cultural factors have an important
impact on employee turnover and individual performance. The study concludes that
cultural differences help to explain differences in the relative magnitude of errors
made by auditors. Further, Kim et al. (2003) argue that people-based modes are
generally more effective than formalization-based modes in coordinating and
controlling business functions worldwide. Therefore, it is essential for CPA firms’
success and their personnel’s job satisfaction to understand their employees’ social-
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behavioral traits so that they can assign them to functions commensurate with their
social skills.
This paper examines social interaction traits of individuals from different cultures in
order to better understand the interrelationship between their preferences for social
interaction and work environments. The first section reviews the literature on the
relationship between culture, social skills and performance. The second section
explains the nature of FIRO-B methodology in measuring social interaction traits. To
closely study their traits, the third section explores the differences between CPA
personnel with North-American heritage and those with non-American heritage in a
sample of 158 CPA firms’ employees. Finally, a summary and conclusions are
presented.

The Relationships Among Social Skills, Culture and
Performance
Increasing internationalization in business creates a need to focus on the
interpersonal skills requisite to manage and work across national borders. Chow, et
al. (2002), examining the organizational cultures of U.S.-affiliated international
accounting firms, finds cultural differences influencing organizational behavior.
Similarly, Salter and Sharp (2001) conclude that even relatively small cultural
differences such as those existing between the United States and Canada do matter.
Siegel et al. (1997) also found differences in cultural responses to ethical codes not
only between the United States and the more closed societies of Hong Kong,
Singapore and Taiwan, but also between the United States and Canada. Yamamura,
et al. (2004) found that Japanese accountants place higher value on job satisfaction
than their American and Australian counterparts.
Understanding the effect of congruence of personality characteristics and social skills
on the work milieu is important since the mismatch of personality and social skill
leads to poor professional performance, job dissatisfaction and high turnover
(Scarborough, 1993; Kleinman, This issue becomes more pronounced when
considering international cultural differences.
Van der Stede (2003) finds that
organizational cultures of multinational business units converge with those of the
parent company. This implies that management should select and retain those
individuals who can best adapt to the organization’s corporate culture. Prior studies
suggest that certain personality characteristics and social skill qualities are most
successful in CPA firms (Siegel, et al., 2001; Schloemer and Schloemer, 1997;
Satava, 1996; Jacoby, 1981). Firms tend to hire and promote employees that they
feel will best fit into their unique work environment (Dean et. al. 1988, Ahadiat and
Smith, 1994, Pasewark and Strawser, 1996, and Poznanski and Bline, 1997).
Understanding the effect of culture on shaping one’s social skills can help educators
orient their students toward areas where they can realize their greatest potential.
The AICPA (1999) argues that personal competencies are important in achieving
success in the accounting field. As Siegel and Smith (2003) argue, knowledge of the
personality makeup of successful accounting personnel, as measured by the desire
to engage in social interaction, may serve as a variable in assisting professors to
encourage individuals who have a proclivity for sociability to study accounting.
Restructuring of accounting education might be required to attract new students to
accounting coming from diverse cultures who potentially have the strong personal
and interpersonal skills needed to succeed in this discipline (Wheeler, 2001). CPA
firms could be better informed to hire those that they believe will best fit into their
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work environment. After entry into the firms, these selection processes continue on a
more informed basis as individuals choose whether to remain in the firm, and firms
choose whether to foster the individual's career within the firm (Kleinman and
Palmon, 2000).

Social Skills in Accounting Firms
Previous studies that examined the personality characteristics of individuals in
accounting firms used either the Myers-Briggs Type Indicator (MBTI) or the
Fundamental Interpersonal Relationship Orientation-Behavior (FIRO-B). Some of
these studies also examined social-skill differences between large and local CPA
firms (Schloemer and Schloemer, 1997; Satava, 1996; Otte, 1984). The studies that
used the MBTI did not find conclusive results regarding personality differences
between accounting professionals. Wheeler (2001) found that personality types of
professional accountants do not differ over time, firm size, work settings and
locations. However, differences in needs amongst people in different settings and
individual self-selection into compatible work environments indicate that the
personality and need structures of accountants will frequently differ between work
settings (Wheeler, 2001). Personality characteristics may not be effective predictors
of performance because they may neither be related to the CPA firms’ productivity
nor to selection processes. This may have led to the inconclusive results. Using a
better measure may serve as a better predictor of performance.
This study examines the presence, or absence, of different personality characteristics
among, and between, accountants from different cultural backgrounds.
The
behavioral characteristics of interest are the interpersonal orientation of accountants
working in CPA firms. The current study seeks to find whether there are significant
differences in social characteristics among individuals with different cultural
backgrounds.
Having such information could enable prospective or current
employees to better understand how well they fit in with their current work
environment, as well as to enable employers to have better insight into which
personality constellation is most appropriate for their work task, and perhaps foster a
more satisfied work force that is less likely to leave.
The goal is to study
interpersonal orientation in work settings within public accounting that provides a
better understanding of accounting professionals who might succeed within different
work environments. To accomplish this goal, we develop several hypotheses
concerning interpersonal orientation on cultural differences within the international
CPA firms.
The FIRO-B instrument has been used to measure these differences.
characteristics of the FIRO-B instrument are explained below.
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The Nature of FIRO-B
The FIRO-B theory of personality was developed by Schutz in 1958. However, the
theory has undergone significant changes and expansions including the nature of the
research instrument (Schutz, 1992; 1994; Thompson and Schutz, 2000). The theory
states that to account for interpersonal behavior, three basic interpersonal needs–
inclusion, control and affection–must be studied. In addition, there are two
manifestations of the three interpersonal needs–expressed and wanted. People
desire to express the need toward others and want from others aspects of the three
interpersonal needs. A basic assumption of the model is that all individuals seek to
establish compatible relationships with others in their social interactions. Individuals
strive for compatible relationships in inclusion, control and affection to avoid stress
and frustration in order to satisfy their needs (Whetten & Cameron, 1988; Thompson
and Schutz, 2000).
The FIOR-B inclusion refers to a person’s general social orientation and need for
interaction and belonging. When maintaining relationships with other people, there is
a need to be included in their activities or to include them in one’s activities. To a
degree, people seek to belong to a group; however, there is also a need to be left
alone. Individuals vary in the strength of the need for inclusion and the associated
level of comfort. Their need to include or show interest in others is termed
“expressed inclusion.” “Wanted inclusion” refers to the need to be included by others
(i.e. to gain acceptance). At the extremities, “under social” people are introverted and
withdrawn, and “over social” people are extroverted, narcissistic and superficial.
Schutz (1966) stated that inclusion refers to an individual’s feelings of self-worth, i.e.
a need to feel worthwhile and respected. “Under social” individuals generally feel
socially abandoned, uninvolved, and uncommitted. “Over social” people seek to
focus attention on themselves, to be prominent, to be listened to, and to be noticed
as a way of increasing their self-worth.
The second behavioral area is control, which refers to the need for power and
influence. This need includes maintaining a satisfactory balance of power and
influence in relationships. All individuals need to demonstrate leadership or to control
others to some extent. The FIRO-B model refers to this need as “expressed control.”
In addition, individuals also have a wanted control need. To some extent, they want
to be controlled or guided by others.
Even though individuals want freedom and
individuality, there is a need for varying degrees of expressed and wanted control.
Affection, the third behavioral area, includes the need for intimacy and friendship.
Affection includes the need for intimacy and love, i.e., the need to feel close to
others. Affection need not include physical or romantic relationships. Individuals
need to express affection toward other individuals but also they need to maintain
distance. They want affection or liking expressed toward them; however, these
needs often vary in strength.
Schutz (1966) developed the FIRO-B instrument in order to measure interpersonal
orientation. The instrument uses scores ranging from 0 to 9 for expressed and
wanted needs for each of the three behavioral areas -- inclusion, control and
affection. The total score can range from 0 to 54, which is the Social Interaction
Index (SII). The SII measures the overall interpersonal need. The higher the score,
the higher the overall interpersonal need.
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Thompson (1998) observes that the FIRO-B has been elevated in status by
practitioners. He describes the FIRO-B's advantages in working with teams, team
leaders, and executives. Thompson found that the FIRO-B can provide insights with
regard to individual interactions, team dynamics, team member compatibility, team
development, team effectiveness, and team member satisfaction. Schutz (1994) has
extensively revised and improved this method, resulting in a much more powerful and
accurate FIRO-B instrument. To understand the wide acceptability of this instrument,
the following section reviews some of the published studies on FIRO-B validity and
application.

FIRO-B Studies
The FIRO-B theory has been widely used. Schutz (1966) applies the FIRO-B
instrument to over 6,000 individuals from the educational community, by which he
found that the theory is valid and reliable. Lifton (1975) also provides detailed
information on the validity and reliability of the FIRO-B instrument. The theory was
then applied to (a) organize the major theories of family therapy (Doherty &
Colangelo, 1984), and (b) classify approaches to decision-making (Schutz, 1987).
The reliability of the FIRO-B scales is excellent and has evidenced stability over time
(Lifton, 1975). Lifton's (1975) review of FIRO-B studies of various populations shows
that the "scales provide useful information concerning the nature of interpersonal
relationships." Fisher et al. (1995) note that the FIRO-B model has been popular with
professionals almost since its inception.
McRae and Young (1990) find no significant gender differences for the FIRO-B, with
reported SII scores for Canadian undergraduate business male and female students
of 21.33 and 25.68, respectively. Kubes’ (1992) study of research and development
professionals reports significant correlations of interpersonal needs with
adaptation/innovation scores as measured by the Kirton Adaptation-Innovation (KAI).
The SII in Kubes’ study was 30.54, with no significant gender differences. Goldberg
(2000) finds that in the new, fast paced team-oriented environment, executives can
no longer rely on history of success but rather need to understand the pattern of
social interaction in order to establish more collaborative organizational structures.
Siegel, et al. (2001) find that the Big 6 CPA firms had, on average, lower social index
indicator scores than the national average. These scores, however, were higher than
those of prior studies that focused on undergraduate accounting and business
students. In contrast to most prior studies, they found significant gender differences
in interpersonal orientation. In a later study, Siegel and Smith (2003) report that CPA
professionals at regional firms had different social interaction score indices than
those employed at international CPA firms.
The personality trait of “warmth” also received some attention in the literature.
Wiedmann, et al. (1979) suggest that the inclusion and affection scores added
together measure general warmth. Fisher et al.'s (1995) study of software creation
teams supports Wiedmann, et al.'s general warmth construct. The results of this
study suggest that the FIRO-B assesses what Fisher et al. labeled “group warmth.”
Such warmth has implications for managing teams. Since auditors usually work in a
team setting, the warmth construct is considered in the current study. Therefore, our
research study seeks to shed additional light on the interpersonal orientation
differences, or lack of same, among CPA professionals coming from different cultural
backgrounds.
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Research Hypotheses and Data Instrument
We test several hypotheses regarding the presence of significant differences
between American and non-American CPA firm professionals’ scores on SII, the
expressed and wanted inclusion, control, affection and warmth as defined by
Wiedmann , et al. (1979). These hypotheses are formulated as follows:
There are no significant differences between the North-American and non-American
CPA firms’ personnel regarding their:
1. SII scores (SII)
2. Inclusion need (I)
3. Expressed inclusion (eI)
4. Wanted inclusion (wI)
5. Control need (C)
6. Expressed control (eC)
7. Wanted inclusion (wC)
8. Affection need (A)
9. Expressed affection (eA)
10. Wanted affection (wA)
11. Need for warmth (W)
12. Expressed warmth (eW)
13. Wanted warmth (wW)
To test these hypotheses, we designed a survey instrument to gather information on
the respondents' needs for, and desire to express, inclusion, affection and control (as
defined by the FIRO-B), warmth as defined by Wiedmann, et al. (1979), demographic
information, information about the respondents' job satisfaction, and information
about the respondents' work experiences. The instrument, developed by Whetten
and Cameron (1988) and modified by Thompson (1998) based on earlier work on the
FIRO-B, was presented to participating CPA firms [HOW MANY? WHAT SIZE?
WHAT GEOG. AREA?] with a coordinating representative at each firm distributing the
questionnaires to randomly selected audit personnel.[HOW MANY FIRMS?] The
respondents returned the completed, anonymous questionnaires directly to the
researchers. Appendix A presents an abbreviated form of the questionnaire since the
total questionnaire is too long for inclusion in a paper of this size.
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Analysis of Results
Table 1 provides a profile of the respondents. All of the respondents, except one, are
undergraduate students. Since the respondents with non-American heritage came
from eight different cultures and the numbers of respondents in each of these
cultures are small, we grouped them into two groups: North Americans (Group A) and
Non-Americans (Group B).
The A group and B group consist of 97 and 61
respondents, with average ages of 22.11 and 22.07 and having accumulated on
average 109.82 and 105.43 credit hours, respectively.

TABLE 1
Respondents’ Profile
N
Average Age
Gender:
Male
Female
Average number of credit hours taken
Heritage:1
North American
Non-American

Group A

Group B

97
22.11

61
22.07

46
51
109.82

25
36
105.43

97
61

1. The number of respondents in the eight Non-American cultures are as
follows: Western Europe 7; Africa 4; Between Mid East and Far East 7;
Australia 0; South America 1; Eastern Europe 3; the Middle East 1; Far East
25; and Pacific Islands 13.

TABLE 2
FIRO-B Results for Testing the 13 Hypotheses
(t-test)
Group A

Group B

p-value

SII

26.88

25.52

.408

Inclusion:
Expressed Inclusion
Wanted Inclusion
Total Inclusion

4.76
4.96
9.72

4.77
3.87
8.64

.977
.047**
.171

Control:
Expressed Control
Wanted Control
Total Control

4.65
3.11
7.76

4.44
3.77
8.21

.646
.087*
.484

Affection:
Expressed Affection
Wanted Affection
Total Affection

4.53
4.87
9.40

4.56
4.56
4.11

.945
.093*
.354
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Warmth:
Expressed Warmth
Wanted Warmth
Total Warmth

9.29
9.83
19.12

9.33
7.98
17.31

.952
.090*
.202

** Difference is significant at .05 level (2-tailed).
* Difference is significant at .10 level (2-tailed).

Table 2 shows the results of testing the 13 hypotheses using the t-test. The first
hypothesis on SII score was not rejected indicating that the two groups, A and B, do
not differ in their overall need for social interactions. However, they differ significantly
in some of the components of SII. We find significant differences at α = .05 between
the two groups regarding their need for wanted inclusion. The North-American group
has a higher need for wanted inclusion than the non-American group (4.96 vs. 3.87)
(Table 2). This means that the A group is more social than the B group (Schutz,
1966, p. 60). Significant differences at α = .10 also exist between Groups A and B
regarding wanted affection (4.87 vs. 4.56) and wanted warmth (9.83 vs. 7.98) (Table
2). However, Group B has (at α = .10) a significantly higher need for wanted control
than Group A (3.77 vs. 3.11) (Table 2). One reason for this behavior is that family ties
and friendship are stronger in the former group (Chow et al. 2002). That is,
respondents from such regions as the Far East, the Pacific Islands and Africa may
have less need for wanted affection and wanted warmth from coworkers at the place
of work because they can satisfy these needs from their stronger family ties and
closer friendships when compared with North Americans.
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To further examine these behavioral relationships, we tested the correlations
between the six FIRO-B characteristics (eI, wI, eC, wC, eA and wA) (Table 3).
TABLE 3
Correlation Analyses among the FIRO-B Characteristics
(Pearson Correlation Test, 2-tail)
Group A (N = 97)

eI
eI
Sig.

wI
eC
wC
eA
wA
.552**
.093
.280**
.421**
.396**
.000
.366
.005
.000
.000

wI

.088

.193

Sig.

.391

eC

.059
.039

.493**
.606**
.000
.000
-.082

Sig.

.703

wC

-.115
.423

-.008
Sig.

.261
.036

.938

eA

.727
.548**
.000

Sig.

wA
Sig.

Correlation Analyses among the FIRO-B Characteristics
(Pearson Correlation Test, 2-tail)
Group B (N = 61)

eI
e

I

wI

eC

.522**
Sig.

wI

wC

.217
.000

.014
.093

.324*
Sig.

.315*

wC

.495**
.000

.426**
.013

.357**
Sig.

wA

.495**
.914

.011

eC

eA

.426**
.001

.134
.005

eA
Sig.

.001
.134

.303
.136

Sig.

.000

.303
.136

.295

.295
1.000**
.000

wA
Sig.

** Correlation is significant at .01 level (2-tailed).
* Correlation is significant at .05 level (2-tailed).
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Table 3 shows significant correlations between e and w for inclusion and affection
(.552 and .548, respectively) for Group A. Table 3 also shows significant correlations
between e and w for inclusion, control and affection (.522, .357 and 1.00,
respectively) for Group B. These significant correlations indicate that how one
expresses herself or himself in the inclusion and affection areas is similar to how one
prefers to be acted toward (Schutz, 1966, p. 80). This is not the case for the control
area for Group A. Respondents with American heritage have a clear difference
between how they prefer to control others and how they would like to be controlled
(Table 3). Group A’s eC and wC of 4.65 and 3.11, respectively (Table 2) indicate that
they are autocrat/rebellious individuals (Schutz, 1966, p. 60). That is, they often
seek to influence (dominate) others; yet they usually resist others attempting to
dominate them. This behavior may reflect the general emphasis on individualism and
the individual’s autonomy in the North-American culture as compared with the
dominance of the family, the tribe or the state often at the expense of the individual’s
autonomy in some other cultures.
We also tested the correlations between e and w of the general “warmth” as defined
by Wiedemann, et al. (1979) of each group. Using the Pearson test, we found a
significant correlation at α = .01 for the two Groups A and B (.662 and .610,
respectively). This indicates that how the members of each group prefer to express
their warmth to others is similar to how they would like others to show their warmth
toward them. However, Table 2 shows significant differences in the e and w of the
warmth variable between the two groups. While on average the North-American
group would like to receive more than they give warmth to others, the non-American
group shows the opposite behavior: they would rather receive less warmth than they
express toward others. Again, this may reflect the stronger family ties in other
cultures from which the members of these cultures receive more satisfaction of their
need for warmth than from coworkers at the place of work.
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Summary and Conclusions
One major question that this study seeks to address is whether there are social
interaction preference differences between North-American and non-American
personnel of CPA firms. This question is important because in today’s team-oriented
environment, CPA firm personnel are in frequent contact with clients and other
professionals. In recruiting and assigning personnel, understanding interpersonal
orientation is an important factor because those disposed toward a high amount of
interpersonal contact will generally find the frequent contact to be easier as
compared to those not so disposed.
We used FIRO-B as developed by Thompson and Schutz (2000) to examine the
three inter-social characteristics of inclusion, control and affection along with their
expressed and wanted dimensions. For each group, we also studied the general
“warmth,” defined by Wiedemann, et al. (1979) as the sum of inclusion and affection.
While the two groups’ SII scores do not differ significantly, we found significant
differences in some of the components of SII. We found significant differences
between the two groups regarding their wanted inclusion, control, affection and
warmth. Individuals with North-American heritage have greater needs for wanted
inclusion, wanted affection and wanted warmth; however, they have less need for
wanted control. While both groups showed more expressed control than wanted
control, the North-American group’s need for wanted control is less than that of the
non-American group. This difference in behavior between the two groups reflects the
differences between North American and other cultures. Individuals from some Asian
and African cultures often satisfy their wanted inclusion, affection and warmth from
their stronger family ties. In turn, they may have greater need for wanted control
from their families, tribes or the state for social and economic support. In
comparison, the North-American culture generally places more emphasis on the
autonomy of the individual and self-dependence.
These findings suggest that the North-American professionals may show better
accomplishments in situations with less control, e.g., team projects with open-end
questions or non-structured brainstorming format that allows free thinking and
autonomous decision making, provided that the participants are individually credited
for their contribution. Some individuals from other cultures where family ties are
strong may excel in well-structured team projects where the credit for
accomplishments is awarded to the team as a whole. The findings have also
implications for accounting education. Student advisors and instructors can direct
their students toward areas where they can maximize their potential and work in
environments fitting their social-interaction skills.
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Appendix A
FIRO-B (ABBREVIATED format)
To begin this questionnaire please answer a few questions to help with the
orientation.
How old were you on your last birthday: __________
What is your sex: __________ Female

__________ Male

How many hours per week do you work on average: __________
What is your position in the firm:
___________________________________________
How long have you been working in your specific field overall:
____________________
Please indicate your highest level of education:
__________
__________
__________
__________

High School
Bachelor’s Degree
Post-Baccalaureate
Master’s Degree

__________ Ph.D.
__________ J.D.
__________ Other

What is your marital status?:
__________ Never Married
__________ Married / Cohabiting
__________ Widowed / Divorced / Separated
What is your current employment status:
__________ Full-time
__________ Part-time
Which department do you currently work in:
__________________________________
How many months has it been since your last promotion:
_______________________

Rate your job satisfaction on a scale from one (1) Dissatisfied to seven (7) Very
Satisfied: ___
List the geographic location of your heritage (by birth or rearing):
__________ North America
__________ South America
__________ Western Europe
__________ Eastern Europe
__________ Middle East
__________ Far East
__________ Africa
__________ Australia
__________ Pacific Islands
__________ Other
For each statement below, decide which of the following answers best applies to you.
Place the number of the answer at the left of the statement.
SCORE FROM 1 TO 6.
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__________
__________
__________
__________
__________
__________
__________
__________
__________
__________
__________
__________
__________
__________
__________
__________

I try to be with people.
I let other people decide what to do.
I join social groups.
I try to have close relationships with people.
I tend to join social organizations when I have an opportunity.
I let other people strongly influence my actions.
I try to be included in informal social activities.
I try to have close, personal relationships with people.
I try to include other people in my plans.
I let other people control my actions.
I try to have people around me.
I try to get close and personal with people.
When people are doing things together I tend to join them.
I am easily led by people.
I try to avoid being alone.
I try to participate in group activities.

__________
__________
__________
__________
__________
__________
__________
__________
__________
__________
__________
__________
__________

I like people to invite me to things.
I like people to act close and personal with me.
I try to influence strongly other people’s actions.
I like people to invite me to join in their activities.
I like people to act close toward me.
I try to take charge of things when I am with people.
I like people to include me in their activities.
I like people to act cool and distant toward me.
I try to have other people do things the way I want them done.
I like people to ask me to participate in their discussions.
I like people to act friendly toward me.
I like people to invite me to participate in their activities.
I like people to act distant toward me.
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